Psychology of Work Behavior

Talking Points: March 8, 2006

1. Transition from the “Social Psychology of Organizations” to “Explaining Individual Differences among Employees”

2. We will cover Chapter 4 before Chapter 3.  

3. Chapter 4 deals with “the criterion problem.”  Criteria are the standards that we use to measure employees’ success or failure.  The most common criterion is performance.
4. Performance criteria are used to 

a. appraise employees’ performance

b. evaluate training programs

c. validate selection batteries

d. make hiring and firing decisions

5. The criterion “problem” is that performance is usually multidimensional and that no single criterion can do the stuff in #4 above.

6. When we try to identify all the components of performance that define success on the job, we are describing the ultimate criterion.  It is theoretical.  The actual criterion is composed of only those components of performance that are actually measured.

a. Draw two big overlapping circles now.
7. Criteria should be relevant, reliable, sensitive, practical and fair.  These are the criteria for criteria.  

8. Is performance made up of more than one dimension?  Campbell argues that all jobs have the following three types of criteria:

a. job specific task proficiency

b. demonstrating effort

c. maintaining personal discipline


The question is whether we look at the criteria separately (use multiple criteria) 
when we 
want to describe performance or whether we combine them (use a 
composite criterion).
9. Is performance stable over time?  Criteria are typically dynamic.

10. There are three broad distinctions among performance criteria.  Draw a big triangle now.  Criteria can be:

a. objective (e.g., absences, tardiness, accidents, productivity, etc.)

b. subjective (e.g., performance ratings)
c. contextual (e.g., altruism, courtesy, sportsmanship, etc.)

11. When you know about criteria, you can do a job analysis.  A job analysis is the process of defining a job in terms of its component tasks or duties and the knowledge or skills required to perform them.  This brings us to Chapter 3.  

Foundations
1. What do I/O Psychologists do and how are they trained?

2. What are the origins of I/O Psychology?

3. How do I/O Psychologists ask and answer questions?


The Social Psychology of Organizations
4. How do employees become socialized to their jobs and organizations?

5. How do you create and evaluate a training program?

6. What types of specialized training are necessary for the new century?

7. What are the best strategies to motivate employees?

8. How and why do I/O Psychologists assess the quality of work life?

9. What are the causes and consequences of work stress?

10. How do we promote worker health and well-being?

11. What are the characteristics of effective work groups?

12. How do groups make decisions?  What are common errors?

13. What makes a group a “team?”  What are different types of teams?

14. What makes a good leader?


Explaining Individual Differences among Employees
15. Why is a job analysis so important when making decisions about employees?

16. How do we figure out how to pay people fairly?

17. How do we measure performance?

18. What biases are typically associated with performance measurement?

19. What are the major components of a performance appraisal?

20. What tools do we use to predict future performance on the job?

21. What is the best way to conduct a selection interview?

22. What laws apply to personnel decisions?

